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Abstract 
Employee turnover is considered to be an ongoing problem in different organizations. This 
goes a long way to disturb the growth, productivity and increases the cost of organization by 
recruiting new employees and causes sharing of knowledge. In fact, retaining of talent is now 
becoming more critical in the world where the human capabilities of an organization are vital 
source of competitive advantage. To control employee turnover, this study tried to develop a 
linkage between Perceived Organizational Support (POS) and Organizational Commitment.  
Therefore, the ultimate objective of this study is to investigate the impact of Perceived 
Organizational Support (POS) and Organizational Commitment on Turnover Intention. To achieve 
this objective, four hypotheses are proposed concerning the relationship of Perceived 
Organizational Support (POS) and Organizational Commitment (i.e., affective commitment, 
continuous commitment, normative commitment) with Turnover Intention. Data was collected 
through 5-point likert scale and 300-questionnaires were distributed among the employees of bank 
by using convenience sampling. The data was analyzed using SPSS version 22. Results of the 
study revealed that significant negative relationship exists between Perceived Organizational 
Support (POS), Organizational Commitment and Turnover Intentions among the employees. 
Hence, this study is contributing in the body of knowledge by exploring a linkage between 
Perceived Organizational Support (POS) and Organizational Commitment to enhance employee 
retention and tried to resolve the important issue of Turnover Intention by developing a framework. 
This study is more significant for practitioners to control employee turnover by exercising good 
practices of Perceived Organizational Support (POS) and Organizational Commitment.  
Keywords: Perceived Organizational Support (POS), Organizational Commitment, Turnover 
Intention. 
 




Employee turnover in different industries has long been a key concern of researchers (Li, Kim 
& Zhao, 2017). As the high cost associated with decrease in overall productivity and efficiency of 
the firm, as well as high cost incurred to recruit and train new employees (Wan & Chan, 2013). 
That is why in a competitive business world, it is considered to be crucial task to control employee 
turnover in any type of organization (Shamsuzzoha & Shumon, 2007). Most of the past studies 
tried to highlight this issue and found that it has vital role in performance of every organization 
(Glebbeek & Bax, 2004; Hill, 2005; Meier & Hicklin, 2008; Shaw, Gupta & Delery, 2005). 
Employee turnover is considered to be an ongoing problem in different organizations 
(Armstrong, 2009). This goes a long way to disturb the growth, productivity and increases the cost 
of organization by recruiting new employees, enable them to occupy the vacant position through 
training and other skill development programs (Ampoamah & Cudjor, 2015). Furthermore, the 
performance of a firm generally influence by turnover and it is negatively related with performance 
of the any firm (Glebbeek & Bax, 2004). 
 
In fact, retaining of talent is now becoming more critical in the world where the human 
capabilities of an organization is a vital source of competitive advantage (Pfeffer, 2005). If the 
turnover involves quality employees who have high performers, experienced and worked with 
organization for many years then the other organization will gain the knowledge of former 
organization (Branham, 2005; Somaya, Williamson, 2008). It harms the organization by sharing 
knowledge and causes the competitive advantage of another firm (Urbancová, & Linhartová, 
2011). Hence, turnover increase the possibility of knowledge sharing and it becomes the threat of 
former organization and competitive edge for other organization.  
Employee retention plays an important role for the success of an organization (Boswell, 
Gardner & Wang, 2017). As it has positive influence on performance of any organization 
(Ahammad, Tarba, Liu & Glaister, 2016).  Thus, the success of the acquisition is mainly depends 
on the retention of their employees, their knowledge and skills (Ahammad et al., 2012; Krug, 
Wright, & Kroll, 2014). Therefore, the growth, productivity as well as competitive advantage of 
an organization is heavily depends upon employee retention. However, it is very crucial to avoid 
the turnover of important staff (Ranft & Lord, 2002). 
Organizational support theory (OST) describes that employees of an organization develop a 
general perception that organization values their contributions and cares about their well-being, 
which is known as perceived organizational support (POS), in respond to POS, the attitudes and 
behaviors of employees becomes positive which beneficial for organization. Further, the linkage 
of POS and commitment has positive effect on attitudes and continued employment (Vardaman et 
al., 2016). It is the process of social exchange where employees of an organization reciprocate 
organizational support with organizational commitment (Campbell et al., 2013; Maertz et al., 
2007) and this social process of linkage between POS and organizational commitment causes 
employee retention (Allen and Shanock, 2013; Allen, Shore, & Griffeth, 2003). 
Therefore, POS and organizational commitment is one the cause to retain employees which 
automatically reduce turnover intention. As commitment has positive relation with employee 
motivation (Hussain et al., 2013). Hence, a linkage between POS and organizational commitment 
is crucial to overcome the issue of employee turnover intention. Hence, the ultimate objective of 




commitment on turnover intention. To achieve the main objective, this study has following sub 
objectives;  
 To investigate the impact of perceived organizational support on turnover intention.  
 To investigate the impact of affective commitment on turnover intentions. 
 To investigate the impact of normative commitment on turnover intentions. 
 To investigate the impact of continuance commitment on turnover intentions. 
 
This study tried to overcome the issue of turnover intention through POS and organizational 
commitment. Therefore this study is contributing in the body of knowledge by developing a unique 
framework to solve the chronic problem of turnover among different organizations. As employee 
retention is one of the key element for growth of any organization.  
 
 
2. Literature Review  
2.1 Perceived Organizational Support  
Perceived organizational support (POS) is related to the well-being of employees of any 
organization and it is based on the organizational actions such as social–emotional benefits, 
economic as well as tangible benefits received by an employee (Rineer et al., 2017; Panaccio & 
Vandenberghe, 2009). It is defined as an individual’s mind-set or global belief about the extent to 
which their organization values their contributions and cares about their general well-being 
(Eisenberger et al., 2001; Kim, Eisenberger & Baik, 2016). Perceived organizational support 
(POS) is also valued as the assurance that assistance will be readily available from the organization 
when help is needed to carry out one’s job effectively situations (Rhoades & Eisenberger, 2002). 
Organizational support is most effective when employees and employers participate in social 
exchanges that benefit all parties (Dawley, Houghton and Bucklew, 2010). For instance, in 
exchange for salaries, benefits and recognition of work performance, organizations expected 
employees to work hard, stay dedicated and committed, and to remain with their organizations 
with no intentions to leave the organization. Specifically, in addition to social exchange processes, 
POS contributes to foster the positive attitude as well as behaviors of employees by satisfying 
socio-emotional needs such as self-esteem (Aselange and Eisenberger, 2003; Kurtessis et al., 2015) 
which decrease turnover intention.  
Nevertheless, POS has strong positive relationship with commitment (Meyer et al., 2002). 
High regard and caring conveyed through POS fulfills the socio-emotional needs, in result 
employees paid back through strong commitment with organization (Kim, Eisenberger & Baik, 
2016). Furthermore, POS is linked with employees’ psychological well-being of employees, their 
favorable orientation toward the organization as well as with their work and positive behaviors 
supportive to the organization (Eisenberger & Stinglhamber, 2011). Therefore, POS creates 
positive attitude among the employees which develop a significant positive linkage between 
employees and organization. Hence, it reduces the turnover and increases the employee loyalty 





H1: There is a significant relationship between Perceived Organizational Support (POS) and   
Turnover Intention 
 
2.2 Organizational Commitment 
Concept of organizational commitment is one of the crucial aspact of organizational behavior 
as well as human resource management (Dhar, 2015). Identification of organizational commitment 
of employees of any organization is very important both for oganization and reseaarchers, as 
organizational commitment ifluance the behavirial trend of employees (Al-Hawary & Alajmi, 
2017). Further, the role of organizational commitment is also vital because it improves the 
operational level of employeees (Fu, Bolander & Jones, 2009). As the organizational comitment 
has positive impact to reduce the tunover intention of employees and motivate them to contribute 
in organization (Brown et al., 2011). Therefore organization commitment has positive influence to 
control employee turnover. According to Meyer and Allen (1997), it has three important 
dimentions such as affective comitement, continous commitment and normative commitment. 
 
2.2.1 Affective Commitment  
Affective commitment consists of an emotional bound that links the employee with their 
organization, which centered around the acceptance to achieve the organization's goals as well as 
values, and then desire to duplicate the effort on the behalf of Organization, and desire to continue 
this association with their organization (Tufail & Naveed, 2012). It is believed that organizational 
commitment express the emotional association that link an employee with their organization 
(Chen, Wang & Sun, 2012). In result of this emotional linkage, turnover intention of an employee 
becomes decline.  
 
Affective commitment has negative relationship with turnover, more affective commitment 
means less intention to leave (Lapointe & Vandenberghe, 2017). Employees of an organization 
having strong sense of affective commitment, they always prefer to stay with their organization 
due to desire to support and contribute in the efforts of organization to achieve its goal (Ketchand 
& Strawser, 2001). According to Joarder et al. (2011), affective commitment is one of the more 
powerful dimension of organizational commitment in terms of predicting the positive 
organizational outcomes. It is also one of the powerful dimension in terms to reduce employee’s 
intention to leave (Alniaçik et al., 2013). Therefore, affective commitment has significant relation 
with turnover intention of employees.  
 
However, a study conducted by Tnay et al., (2013), in a Malaysian context, found that 
organizational commitment has no significant relation with turnover intention among the 
employees of an organization. On the other hand, according to Chordiya, Sabharwal & Goodman, 
(2017), affective commitment has positive relationship with job satisfaction. More satisfied 
employees always have less intention to leave. Therefore, affective commitment has a relation 
with turnover intention. Furthermore, it has also effect on continuance as well as normative 
commitment, that is why it is most influential dimension in any organization (Malik et al., 2010). 
Therefore, most of the studies showing that affective commitment has significant relationship with 
turnover intention. Hence, from the literature, it is hypothesized that;  
 




2.2.2 Continuous Commitment  
“Continuance commitment is related to the degree of employee’s commitment in terms of 
staying in the organization regardless of cost to stay in organization” (Chen et al., 2012). It is 
formed according the impression of the employee towards the cost incur and benefits received 
because of commitment with their organization (Smeenk et al., 2006). Therefore, continuous 
commitment is the cost of leaving in an organization, whether actual cost or perceived cost (Tufail 
& Naveed, 2012). 
 
Organizations may be suspicious of fostering the continuance commitment, as the research has 
generally reported that this form of commitment is associated with few significant positive 
consequences other than increase in retention, and it is less effective in promoting retention than 
other commitment forms (Meyer et al., 2002). However, current studies focused on perceived 
sacrifice aspect of the continuance commitment and uncovered that it is positively related to job 
performance (Taing et al., 2011) and service performance (Vandenberghe et al., 2007). In addition 
to being more strongly predictive of turnover as compared to prior research had suggested (e.g. 
Bentein et al., 2005; Lapointe et al., 2011). 
 
According to Meyer et al., (2002) continuance commitment is normally associated with 
reduced turnover. Basically, it falls in range of calculative forces, the forces that strengthen the 
expectancy of attaining one’s goals as well as values through continued association with their 
organization (Maertz & Campion, 2004). Continuance commitment may weight more strongly in 
term of decision to stay or leave the organization or in other words, it can be described as, be more 
strongly related to the turnover behavior (Panaccio, Vandenberghe & Ben Ayed, 2014). Author 
further describes that, satisfaction is positively associated with continuance commitment, however, 
continuance commitment is negatively related to turnover. Positive association of continuance 
commitment with satisfaction and negative relation of continuance commitment with turnover 
explains it has positive effect on employee retention. It means that continuance commitment has a 
relationship with turnover intention. Hence, it is hypothesized that;  
 
H3: There is a significant relationship between Continuance Commitment and Turnover Intention 
2.2.3 Normative Commitment 
Employees stay committed to their organization because they feel that it is the ‘right’ and 
‘moral’ thing to do (Martin & Roodt, 2008). According to Meyer and Parfyonova (2010), 
normative commitment could develop only when an organization offers the employee with 
‘rewards in advance’ or if the organization incurs costs in providing employment, such as a cost 
associated with training of the existing employee.  Normative commitment expresses a sense of 
employee commitment toward the organization, and this loyalty of employee can be enhanced by 
interacting with employee in a positive way at the time of implementation of work and while 
setting the goals, policy making and planning (Abu Sneineh, 2013).  
 
According to the study of Yao & Wang (2006) certain types of commitment may have a 
stronger impact on retention in collectivistic cultures. Normative commitment is one of the 
commitment having strong effect on turnover intention. As perceived organization support (POS) 




2007). Furthermore, it has strong correlation with affective commitment and found to be a 
predictor of turnover beyond the effect of other commitment such as affective commitment 
(Culpepper, 2001; Lapointe et al., 2011). Therefore, normative commitment has a strong 
relationship with turnover.  
Normative commitment is the most significant predicator for employee’s job-changing 
behavior and it is vital to predict employee turnover intention (Yao & Wang, 2006). However, 
according to Dunham et al., (1994) normative commitment is related to ethical obligations and it 
is not suitable to predict intentions. Most of the studies showing that normative commitment is 
strong predictor of employee turnover intention. Further, normative commitment is positively 
related to work behaviors and job performance (Dockel, Basson & Coetzee, 2006). Therefore, 
from above literature, normative commitment has a relationship with turnover intention. Hence, it 
is hypothesized that;  
 
H4: There is a significant relationship between Normative Commitment and Turnover Intention 
3. Research Methodology 
This section of study entails the discussion of data collection from respondents and sampling 
procedures. It also explains about the measurement of constructs as well as description of the data 
analysis techniques. 
 
A descriptive research design was used in this research, as “descriptive design is to develop 
the respondent’s opinions and views about the phenomenon under study” (Burns & Grove 1993; 
pp. 293). Research technique is also equally important because it depends on the research problem 
and research objectives. In this research relationship of four independent variables was checked 
on turnover intention. Therefore, quantitative research technique was adopted, as quantitative 
research techniques is one of the best technique for acceptance or rejections of hypothesis 
(Shuttleworth, 2008). 
3.1 Sample and procedures 
The sample comprised of bank employees and data was collected by using questionnaire. 
Questionnaires were distributed by using convenience sampling technique. The rationale for 
employing this sampling method was due to the researcher being employed at one of the three 
center where the study was conducted. Comrey & Lee in 1992 proposed a sample in a sequence 
for inferential research. Sample size less than 50 respondents will consider to be a weaker sample; 
sample of 100 respondent will be weak; 200 will be sufficient; sample size of 300 will be calculated 
as good; 500 sample sizes considered to be very good whereas one thousand (1000) will be 
outstanding. Hence, by following Comrey & Lee, 300 sample size was selected.  
 
Three hundred (300) questionnaires were distributed via mail among the bank employees of 
Selangor’s state Malaysia. Two hundred and fifty-one (251) responses were received. However, 
of these two hundred and fourty three (243) questionnaires were valid, yielding 80% response rate. 
According to Sekaran (2003), a response rate of thirty percent (30%) is considered acceptable for 






To measure Perceived Organizational Support, Affective Commitment, Continuance 
Commitment and Normative Commitment, a structured questionnaire comprising of 55 items was 
adopted by using the previous studies. Five-point Likert scale was used for the measurement of all 
items ranging from “Strongly Disagree (1)” to “Strongly Agree (5).” 
 
3.3 Statistical analysis techniques 
The hypothesized model of this research study was tested using the SPSS version 
20.  Cronbach's alpha(α) was identified to examine the reliability of survey instrument. To find the 
strength of a relationship, correlation test was performed. To examine the relationship between 
independent and dependent variables, regression test was performed that either the relation is 
significant or insignificant, negative or positive.  
4. Research Analysis  
4.1 Reliability 
The Reliability analysis of current study shows that all 55 items were reliable to measure the 
opinions of potential respondents. The Reliability measures are shown in table below: 
                Table 4.1  Reliability of Measurements Instrument 
Scales Items Cronbach Alpha 
Perceived Organizational Support 17 0.963 
Affective commitment 8 0.943 
Continuous Commitment 8 0.858 
Normative Commitment 8 0.877 
Turnover Intention 14 0.924 
 
 
The above Table 4.1 shows the reliability of each dimension of the questionnaire is more than 
0.8, as suggested by George and Mallery (2003), Cronbach Alpha value of all scales should not be 
less than 0.8. Therefore, all the items of variables are finalized for survey.  
4.2 Normality Test  
The normality analysis was conducted and Skewness and Kurtosis was considered. According 
to Meyers et al., (2006) all the data will be normally distributed if the values of skewness and 
kurtosis is found within ± 1.0 and ± 3.00 respectively. Through this normality analysis, it was 
found that all the values are lays within recommended values. Therefore, it was considered that all 




4.3 Correlation Analysis 
Test for correlation analysis performed which shows that correlation value of Perceived 
Organizational Support, Affective commitment, Continuous Commitment and Normative 
Commitment was -0.44, -0.597, -0.492 and -0.25 respectively. These values show that there is a 
moderate correlation of Perceived Organizational Support, Affective commitment and Continuous 
Commitment but Normative Commitment has weak correlation.  However, all the variables have 
significant value below .05. 
4.4 Multiple Regression Analysis 
To measure the relationship between dependent and independent variables, regression analysis 
was used. During this analysis beta value and significant value (p>0.01) was observed for 
acceptance and rejection of hypothesis.  
4.4.1 Hypothesis Testing  
4.4.1.1 Perceived Organizational Support (POS) and Turnover Intention 
Regression Analysis shows that there is a significant negative relationship between Perceived 
Organizational Support (POS) and Turnover Intention with (β= -0.340) and (p < 0.01). This means that 
Perceived Organizational Support (POS) contributing 34% change in Turnover Intention. The results 
suggest that the Perceived Organizational Support (POS) has significant relationship with Turnover 
Intention as p value is less than 0.01. Based on these results, study accept H1.  
4.4.1.2 Affective Commitment and Turnover Intention 
While considering the significance between Affective Commitment and Turnover Intention, 
the results of the current study shows significant negative relationship between these two variables 
with (β= -0.30) and (p < 0.01). This means that Affective Commitment contributing 30% change 
in Turnover Intention and p value is less than 0.01. Therefore, the result shows significant 
relationship between these two variables, hence results of the current study accept the H2. 
4.4.1.3 Continuous Commitment and Turnover Intention 
Regression Analysis of the model shows that there is a significant negative relationship 
between Continuous Commitment and Turnover Intention with (β= -0.181) and (p < 0.01). This 
means that Continuous Commitment contributing 18% change in Turnover Intention. The suggest 
that the Continuous Commitment has significant relationship with Turnover Intention as p value 
is less than 0.01. Based on these results, study accept H3.  
4.4.1.4 Normative Commitment and Turnover Intention 
The regression results of the study confirm the significant negative relationship between 
Normative Commitment and Turnover Intention with (β= -0.093) and (p < 0.01). This means that 
Normative Commitment contributing 9% change in Turnover Intention and p value is less than 
0.01. Therefore, the result shows significant relationship between these two variables and results 
of the current study accept the H4. 
Table 4.1 summarizes the regression results of the study below 




Hypothesis Model Variables Estimate S.E. C.R. P Results 
H1 T.Inten  POS -0.34 0.049 1.557 ***    Supported 
 
   Supported 
 
H2 T.Inten A. Co -0.30 0.054 4.011 ***
    
H3 T.Inten C. Co -0.181 0.053 1.681 ***   Supported 
                      
H4 T.Inten 
 
N. Co -0.093 0.046 4.412 ***
 
 
   Supported
     
     
     
 
 
4.4 Research Findings 
Literature found that there are many variables which effect Turnover Intention. However, 
important variables are Perceived Organization Support (POS) and Organizational Commitment 
such as Affective Commitment, Continuous Commitment and Normative Commitment.   
In case of Perceived Organization Support (POS) significance value is 0.00 shown in table 4.2 
which means that Perceived Organization Support (POS) has significant relation with Turnover 
Intention. Beta value of Perceived Organization Support (POS) with Turnover Intention is -0.34 
shown in Table 4.2, which highlights that Perceived Organization Support (POS) contributing 34% 
change in Turnover Intention. Negative sign showing that both has negative relationship with each 
other. It means Perceived Organization Support (POS) and Turnover Intention has indirect relation 
with each other. Therefore, increase in Perceived Organization Support (POS) will decrease in 
Turnover Intention.  Hence, it indicates that Perceived Organization Support (POS) has vital role 
to control Turnover Intention.  
In case of Affective Commitment significance value is 0.00 shown in table 4.2 which means 
that Affective Commitment has significant relation with Turnover Intention. Beta value of 
Affective Commitment with Turnover Intention is -0.30 shown in Table 4.2, which highlights that 
Affective Commitment contributing 30% change in Turnover Intention. Negative sign showing 
that both has negative relationship with each other. It means Affective Commitment and Turnover 
Intention has indirect relation with each other. Therefore, increase in Affective Commitment will 
decrease in Turnover Intention.  Hence, it indicates that Affective Commitment has vital role to 
control Turnover Intention. 
In case of Continuous Commitment significance value is 0.00 shown in table 4.2 which means 
that Continuous Commitment has significant relation with Turnover Intention. Beta value of 
Continuous Commitment with Turnover Intention is -0.181 shown in Table 4.2, which highlights 
that Continuous Commitment contributing 18% change in Turnover Intention. Negative sign 
showing that both has negative relationship with each other. It means Affective Commitment and 
Turnover Intention has indirect relation with each other. Therefore, increase in Affective 
Commitment will decrease in Turnover Intention.  Hence, it indicates that Affective Commitment 




In case of Normative Commitment significance value is 0.00 shown in table 4.2 which means 
that Normative Commitment has significant relation with Turnover Intention. Beta value of 
Normative Commitment with Turnover Intention is -0.181 shown in Table 4.2, which highlights 
that Normative Commitment contributing 9% change in Turnover Intention. Negative sign 
showing that both has negative relationship with each other. It means Normative Commitment and 
Turnover Intention has indirect relation with each other. Therefore, increase in Normative 
Commitment will decrease in Turnover Intention.  Hence, it indicates that Normative Commitment 
has important role to control Turnover Intention. However, Normative Commitment has less effect 
as compared to other variables.  
5. Conclusion  
This research study describing a linkage of Perceived Organizational Support (POS) and 
Organizational Commitment to control Turnover Intention. It is found that employees having high 
levels of Perceived Organizational Support (POS) and Organizational Commitment from their 
organizations, will repay the organization with stronger commitment, and develop a sense of 
loyalty and obligation by helping organization to achieve its goals. Findings also suggest that 
employees having higher levels of Perceived Organizational Support (POS) and Organizational 
Commitment, develop a stronger commitment to the organization and less likely to leave their 
organization. Therefore, a higher level of Perceived Organizational Support (POS) and 
Organizational Commitment will reduce the Turnover Intention. Employees will only stay with 
their organization because of their normative and continuance commitment to the organization, 
and employees would most likely to leave the organization if their commitment level become 
dropped. However, Normative Commitment is also predictor of turnover intentions. Increase in 
Normative Commitment in result decreases Turnover Intention but the Normative Commitment 
has less control as compared to Affective and Continuous Commitment. Nevertheless, the 
employees to stay with their organization due to a sense of loyalty, however they may have very 
little intention to leave the organization.  
 
This research study can be concluded by collecting data several different occasions. As 
longitudinal study would provide the researcher with the opportunity to view the behavior on 
several different occasions. By possibly making use of a longitudinal study, the current study 
would have been able to evaluate the samples behavior over a period, thus collecting additional 




Abu Sneineh, Mohammed Hussein Abdul Mohsin (2013). The impact of internal marketing on 
organizational commitment: Job satisfaction as an intermediary A study of a sample of 
workers in private hospitals. Master thesis, Middle East University for graduate studies, 
Amman, Jordan. 
Ahammad, F. M., Glaister, K. W., Weber, Y., & Tarba, S. Y. (2012). Top management retention 
in cross-border acquisitions: The roles of financial incentives, acquirer’s commitment and 




Ahammad, M. F., Tarba, S. Y., Liu, Y., & Glaister, K. W. (2016). Knowledge transfer and cross-
border acquisition performance: The impact of cultural distance and employee 
retention. International Business Review, 25(1), 66-75. 
Al-Hawary, S. I. S., & Alajmi, H. M. (2017). Organizational Commitment of the Employees of 
the Ports Security Affairs of the State of Kuwait: The Impact of Human Recourses 
Management Practices. International Journal of Academic Research in Economics and 
Management Sciences, 6(1), 52-78. 
Allen, D. G., & Shanock, L. R. (2013). Perceived organizational support and embeddedness as key 
mechanisms connecting socialization tactics to commitment and turnover among new 
employees. Journal of Organizational Behavior, 34(3), 350-369. 
Allen, D. G., Shore, L. M., & Griffeth, R. W. (2003). The role of perceived organizational support 
and supportive human resource practices in the turnover process. Journal of management, 
29(1), 99-118. 
Alniaçk, E., Alniacik, U., Erat, S. & Akcin, K. (2013). Does person-organization fit moderate the 
effects of affective commitment and job satisfaction on turnover intentions? Procedia - 
Social and Behavioral Sciences, 99, 274 – 281. 
Ampoamah, P., & Cudjor, S. K. (2015). The Effect of Employee Turnover on Organizations (Case 
Study of Electricity Company of Ghana, Cape Coast). Asian Journal of Social Sciences 
and Management Studies, 2(1), 21-24. 
Armstrong, M. (2009). Handbook of human resource management practice. London: Kogan Page 
limited. p. 1062. ISBN 978 0 7494 5242 1  
Aselage, J., & Eisenberger, R. (2003). Perceived organizational support and psychological 
contracts: A theoretical integration. Journal of Organizational Behavior, 24(5), 491-509. 
Bentein, K., Vandenberghe, C., Vandenberg, R., & Stinglhamber, F. (2005). The role of change in 
the relationship between commitment and turnover: a latent growth modeling 
approach. Journal of Applied Psychology, 90(3), 468.  
Boswell, W. R., Gardner, R. G., & Wang, J. (2017). Is retention necessarily a win? Outcomes of 
searching and staying. Journal of Vocational Behavior, 98, 163-172. 
Branham, L. (2005). The 7 hidden reasons employees leave. American Management, New 
York, 172. 
Brown, S., McHardy, J., McNabb, R. and Taylor, K. (2011). Workplace Performance, Worker 
Commitment and Loyalty. IZA Discussion Paper, No. 5447. 
Burns, N. and Grove, S. 1993. The practice of nursing research: conduct, critique and utilization 
(2nd ed). W.B.Saunders: Philadelphia, Pennsylvania, USA. 
Campbell, N. S., Perry, S. J., Maertz Jr, C. P., Allen, D. G., & Griffeth, R. W. (2013). All you need 
is… resources: The effects of justice and support on burnout and turnover. Human 
Relations, 66(6), 759-782. 
Chen, M., Wang, Y. and Sun, V. (2012). Intellectual capital and organizational commitment. 
Personnel Review, 41(3), 321–339. 
Chordiya, R., Sabharwal, M., & Goodman, D. (2017). AFFECTIVE ORGANIZATIONAL 
COMMITMENT AND JOB SATISFACTION: A CROSS‐NATIONAL 
COMPARATIVE STUDY. Public Administration, 95(1), 178-195. 
Culpepper RA (2001) Three-component commitment and turnover: An examination of temporal 




Dawley, D., Houghton, J. D., & Bucklew, N. S. (2010). Perceived organizational support and 
turnover intention: The mediating effects of personal sacrifice and job fit. The Journal of 
Social Psychology, 150(3), 238-257. 
Dhar, R. (2015). Service quality and the training of employees: The mediating role of 
organizational commitment. Tourism Management, 46, 419-430 
Dockel, A., Basson, J. S., & Coetzee, M. (2006). The effect of retention factors on organisational 
commitment: An investigation of high technology employees. SA Journal of Human 
Resource Management, 4(2), 20-28. 
Dunham, R.B., Grube, J.A. and Castaneda, M.B. (1994) ‘Organizational Commitment: The Utility 
of an Integrative Definition’, Journal of Applied Psychology, 79: 370 – 80. 
Eisenberger, R., & Stinglhamber, F. (2011). Perceived organizational support: Fostering 
enthusiastic and productive employees. American Psychological Association. 
Eisenberger, R., Armeli, S., Rexwinkel, B., Lynch, P. D., & Rhoades, L. (2001). Reciprocation of 
perceived organizational support. Journal of applied psychology, 86(1), 42. 
Fu FQ, Bolander W, Jones E (2009). Managing the drivers of organizational commitment and 
salesperson effort: An application of Meyer and Allen‟s Three-Component Model. J. 
Market. Theory Practice. 17(4):335-350. 
Glebbeek, A. C., & Bax, E. H. (2004). Is high employee turnover really harmful? An empirical 
test using company records. Academy of Management Journal, 47(2), 277-286. 
Hill, G. C. (2005). The effects of managerial succession on organizational performance. Journal 
of Public Administration Research and Theory, 15(4), 585-597. 
Hussain, S., Rizwan, M., Nawaz, M. S., & ul Hameed, W. (2013). Impact of Effective Training 
Program, Job Satisfaction and Reward Management System on the Employee Motivation 
with mediating role of Employee Commitment. Journal of Public Administration and 
Governance, 3(3), 278-293. 
Joarder, M., Sharif, M. & Ahmed, K. (2011). Mediating role of affective commitment in HRM 
practices and turnover intention relationship: A study in a developing context. Business 
and Economics Research Journal, 2(4), 135-158. 
Ketchand, A.A., & Strawser, J.R. (2001). Multiple dimensions of organizational commitment: 
implications for future accounting research. Behavioral Research in Accounting, 13, 221-
51. 
Kim, K. Y., Eisenberger, R., & Baik, K. (2016). Perceived organizational support and affective 
organizational commitment: Moderating influence of perceived organizational 
competence. Journal of Organizational Behavior. 
Krug, J., Wright, P., & Kroll, M. (2014). Top management turnover following mergers and 
acquisitions: Solid research to date but much still to be learned. Academy of Management 
Perspectives, 28(2), 147–163. 
Kurtessis, J. N., Eisenberger, R., Ford, M. T., Buffardi, L. C., Stewart, K. A., & Adis, C. S. (2015). 
Perceived organizational support a meta-analytic evaluation of organizational support 
theory. Journal of Management, 0149206315575554. 
Lapointe, É., Vandenberghe, C., & Panaccio, A. (2011). Organizational commitment, 
organization-based self-esteem, emotional exhaustion and turnover: A conservation of 
resources perspective. Human Relations, 64(12), 1609-1631. 
Li, J. J., Kim, W. G., & Zhao, X. R. (2017). Multilevel model of management support and casino 




Maertz, C. P., & Campion, M. A. (2004). Profiles in quitting: Integrating process and content 
turnover theory. Academy of Management Journal, 47(4), 566-582. 
Maertz, C. P., Griffeth, R. W., Campbell, N. S., & Allen, D. G. (2007). The effects of perceived 
organizational support and perceived supervisor support on employee turnover. Journal of 
Organizational Behavior, 28(8), 1059-1075. 
Malik, M.E., S. Nawab, B. Naeem and R.Q. Danish (2010). Job satisfaction and organization 
commitment of university teachers in public sectors of Pakistan. Int. J. Bus. Manage. 5(6), 
17-26. 
Martin, A., & Roodt, G. (2008). Perceptions of organisational commitment, job satisfaction and 
turnover intentions in a post-merger South African tertiary institution. SA Journal of 
Industrial Psychology, 34(1), 23-31. 
Meier, K. J., & Hicklin, A. (2008). Employee turnover and organizational performance: Testing a 
hypothesis from classical public administration. Journal of Public Administration Research 
and Theory, 18(4), 573-590. 
Meyer, J. P., & Parfyonova, N. M. (2010). Normative commitment in the workplace: A theoretical 
analysis and re-conceptualization. Human resource management review, 20(4), 283-294. 
Meyer, J. P., Stanley, D. J., Herscovitch, L., & Topolnytsky, L. (2002). Affective, continuance, 
and normative commitment to the organization: A meta-analysis of antecedents, correlates, 
and consequences. Journal of vocational behavior, 61(1), 20-52. 
Panaccio, A., & Vandenberghe, C. (2009). Perceived organizational support, organizational 
commitment and psychological well-being: A longitudinal study. Journal of Vocational 
Behavior, 75(2), 224-236. 
Panaccio, A., Vandenberghe, C., & Ben Ayed, A. K. (2014). The role of negative affectivity in the 
relationships between pay satisfaction, affective and continuance commitment and 
voluntary turnover: A moderated mediation model. human relations, 67(7), 821-848. 
Pfeffer, J. (2005). Changing mental models: HR's most important task. Human Resource 
Management, 44(2), 123-128. 
Ranft, A. L., & Lord, M. D. (2002). Acquiring new technologies and capabilities: A grounded 
model of acquisition implementation. Organization Science, 13(4), 420–441. 
Rhoades, L., & Eisenberger, R. (2002). Perceived organizational support: a review of the literature. 
Journal of Applied Psychology. Vol. 87, No. 4, 698–714 
Rineer, J. R., Truxillo, D. M., Bodner, T. E., Hammer, L. B., & Kraner, M. A. (2017). The 
moderating effect of perceived organizational support on the relationships between 
organizational justice and objective measures of cardiovascular health. 
Sekaran, U. (2003), “Research method for business: A skill-building Approach (4th Edition), New 
York, John Wiley & Sons. 
Shamsuzzoha, A. H. M., & Shumon, M. R. H. (2007). Employee Turnover- a Study of its Causes 
and Effects to Different Industries in Bangladesh. Manufacturing Engineering/ Vyrobne 
Inzinierstvo, 6(3), 64-68. 
Shaw, J. D., Gupta, N., & Delery, J. E. (2005). Alternative conceptualizations of the relationship 
between voluntary turnover and organizational performance. Academy of management 
journal, 48(1), 50-68. 





Smeenk, S., Eisinga, R., Teelken, J. & Doorewaard, J. (2006). The effects of HRM practices and 
antecedents on organizational commitment among university employees. International 
Journal of Human Resource Management, 17(12), 2035–2054. 
Somaya, D., & Williamson, I. O. (2008). Rethinking the'war for talent'. MIT Sloan Management 
Review, 49(4), 29. 
Taing, M. U., Granger, B. P., Groff, K. W., Jackson, E. M., & Johnson, R. E. (2011). The 
multidimensional nature of continuance commitment: Commitment owing to economic 
exchanges versus lack of employment alternatives. Journal of Business and 
Psychology, 26(3), 269-284. 
Tnay, E., Othman, A. E. A., Siong, H. C., & Lim, S. L. O. (2013). The influences of job satisfaction 
and organizational commitment on turnover intention. Procedia-Social and Behavioral 
Sciences, 97, 201-208. 
Tufail, M., & Farooq, N. (2012). Component Wise Comparison of the Degree of Organizational 
Commitment. International Review of Management and Business Research, 1(1), 47. 
Urbancová, H., & Linhartová, L. (2011). Staff turnover as a possible threat to knowledge 
loss. Journal of competitiveness, 3(3). 
Vandenberghe, C., Bentein, K., Michon, R., Chebat, J. C., & Tremblay, M. (2007). An 
examination of the role of perceived support and employee commitment in employee-
customer encounters. Journal of Applied Psychology, 92(4), 1177. 
Vardaman, J. M., Allen, D. G., Otondo, R. F., Hancock, J. I., Shore, L. M., & Rogers, B. L. (2016). 
Social comparisons and organizational support: Implications for commitment and 
retention. Human relations, 69(7), 1483-1505. 
Wan, Y. K. P., & Chan, S. H. J. (2013). Casino employees' perceptions of their quality of work 
life. International Journal of Hospitality Management, 34, 348e358. 
Yao X, Wang L. 2006. The predictability of normative organizational commitment for turnover in 
Chinese companies: a cultural perspective. Int. J. Hum. Resour. Manag. 17(6):1058–75 
 
Lapointe, É., & Vandenberghe, C. (2017). Supervisory mentoring and employee affective 
commitment and turnover: The critical role of contextual factors. Journal of Vocational 
Behavior, 98, 98-107. 
eISBN 978-967-0910-76-5 713
